
International Journal of Humanities and Social Science Invention (IJHSSI) 

ISSN (Online): 2319 – 7722, ISSN (Print): 2319 – 7714 

www.ijhssi.org ||Volume 14 Issue 3 || March 2025 || PP. 74-77 

 

DOI: 10.35629/7722-14037477                                       www.ijhssi.org                                                   74 | Page  

New Employee & Challenges in Adaptation in Cultural 

Change- Critical Study 
 

1Ms. Bhoomi Patel and 2Dr. Puneetkumar Ojha 
1Researcher, Master of Social Work – Human Resource Management, Parul University 

2Assistant Professor, Faculty of Social work, Parul University, Vadodara 

 

Abstract: 
New hires' job satisfaction, productivity, and retention are all strongly affected by how well individuals fit into 

the company culture. This study examines the difficulties of incorporating cultures by examining factors including 

methods of communication, theories of leadership, and workplace customs. Through a mixture of academic 

viewpoints and data from the workplace, the study provides helpful strategies for improving onboarding and 

creating a positive work culture. According to the finding, organized onboarding is vital to minimize adaptation 

challenges and improving retention. 
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I. INTRODUCTION: 
Workplace culture refers to the common values, customs, and beliefs that shape employee conduct, work 

ethics, and job happiness. A strong culture encourages engagement and productivity, whereas a confused culture 

can result in turnover and discontent. New hires face difficulties adjusting to company culture, including figuring 

out communication styles, understanding leadership factors, and meeting expectations. 

Cultural acceptance has grown even more difficult as a result of technological improvements. It is 

important to use structured induction methods that promote better adaption because organizations today employ 

diverse workforces with a range of cultural background and work styles. But a lot of companies still have problems 

providing successful onboarding programs that take cultural issues under account. 

 

Research Gap: While organizational culture and employee engagement have been extensively studied in the 

literature, little has been done to investigate the direct relationship between structured onboarding and cultural 

adaption, especially in diverse and technologically advanced organizations. Despite outlining organizational 

frameworks and cultural aspects, research by Hofstede (  1980 ) and Schein (1985) do not offer a thorough model 

for integrating new hires into current, dynamic work contexts. In addition, previous research frequently ignores 

the psychological and social aspects of adaptation because of focusing on employee performance warning signs. 

This study identifies the main obstacles to adaptation, reviews how they affect worker performance, and 

suggests solutions to improve cultural alignment. Organizations might improve employee satisfaction, retention, 

and overall job efficiency by addressing these variables. The study advances to the body of knowledge by 

emphasizing the function of structured onboarding.in minimizing adaption challenges and creating a positive work 

the environment, answering a major study gap on employee cultural adjustment. 

 

II. OBJECTIVES: 
 

 To study this emotional faced by new employe 

 To study the impact of different challenges faced by new employe 

 To study the cultural change faced by new employe 

 To know the different adaption strategies in cultural organization 

 

III. REVIEW OF LITERATURE: 
Workplace culture has a significant impact on how employees experience and perform at work. A number 

of theoretical models offer logical structures for explaining cultural adaptation. 

Hofstede's model of cultural dimensions stresses key factors that impact behaviour in the workplace, 

such as avoiding risk, power distance, and individual over collectivism. They help in the clarification of variations 

in workplace relationships and expectations for staff between various cultural backgrounds. 

Organizational culture can be classified into three levels under Schein's model: professed ideals 

(formalized principles that govern the organization), underlying assumptions (deeply set behaviours and views), 
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and artifacts (visible sections like dress regulations and office design). Knowing all of this aids companies develop 

settings that support workers inclusion. 

Kristof-Brown et al. (2005) underscore the significance of person-organization fit, where the harmony 

between employee values and organizational culture boosts job satisfaction and decreases turnover. In contrast, a 

lack of cultural alignment results in disengagement and increased attrition rates. 

Ashforth et al. (2007) stress the importance of structured onboarding in alleviating new employee 

uncertainty and enhancing cultural assimilation. Well-designed onboarding programs acquaint employees with 

organizational expectations, promote communication, and offer mentorship opportunities. 

Notwithstanding these findings, a gap persists in comprehending the long-term effects of structured 

onboarding on cultural integration. The majority of research emphasizes early-stage adaptation, overlooking 

ongoing cultural engagement. This study seeks to fill this gap by examining how onboarding strategies affect 

long-term employee retention and workplace cohesion, delivering practical insights for enhancing cultural 

integration.  

 Hofstede’s cultural dimensions model identifies power distance, individualism vs. collectivism, and 

uncertainty avoidance as essential elements that affect adaptation in the workplace. Schein’s framework divides 

organizational culture into artifacts, espoused values, and underlying assumptions, offering insight into how 

culture impacts employees. 

Kristof-Brown et al. (2005) stress that harmony between employee values and organizational culture 

results in greater satisfaction and performance, whereas discord raises turnover rates. 

Ashforth et al. (2007) point out that structured onboarding effectively diminishes uncertainty and 

enhances cultural fit. This study expands upon these viewpoints by pinpointing deficiencies in current onboarding 

procedures and suggesting remedies.  

 

IV. RESEARCH METHODOLOGY: 
This research adopts a mixed-methods strategy, combining qualitative interviews with HR professionals 

and new hires with quantitative surveys that evaluate adaptation difficulties. Thematic analysis reveals trends in 

qualitative feedback, while statistical analysis examines adaptation patterns across various industries, ensuring a 

thorough grasp of cultural dynamics in the workplace. 

This research utilizes a mixed-methods approach to deliver a thorough examination of cultural adaptation 

difficulties encountered by new employees. The study combines both qualitative and quantitative data collection 

methods to guarantee a strong and detailed understanding of the subject. 

 

 Data Sources 

Primary data was gathered through structured interviews with HR professionals and recent employees in various 

industries. A survey was also carried out among employees who had entered their organizations within the 

previous 12 months. Secondary data, encompassing industry reports and earlier studies on organizational culture 

and onboarding, was reviewed to enhance the findings. 

 

 Research Methods 

Qualitative Analysis: Semi-structured interviews were carried out with HR managers and newly hired employees 

to investigate experiences, challenges, and strategies concerning cultural adaptation. Responses were categorized 

and thematically analysed to pinpoint common trends. 

Quantitative Analysis: A structured survey was distributed to employees in different sectors to evaluate essential 

factors affecting adaptation, utilizing Likert-scale questions. Statistical analysis, including correlation and 

regression models, was employed to analyse the relationships among onboarding processes, cultural fit, and job 

satisfaction. 

 Analytical Techniques 

Thematic analysis was utilized for qualitative data, recognizing recurring themes like leadership influence, 

communication obstacles, and onboarding efficiency. Descriptive and inferential statistical techniques were 

applied to survey data, offering insights into the importance of various cultural adaptation elements. 

This methodological strategy guarantees a balanced and replicable study, providing both depth and breadth in 

comprehending how structured onboarding impacts employee integration. 

 

V. MAJOR FINDINGS: 
1. Demographics of Respondents 

 

 Majority of respondents were aged between 18-25 years. 

 Predominantly male participants. 

 Most respondents held a Master’s degree. 
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 Majority were unmarried, indicating early career professionals. 

 Many had 1-3 years of work experience. 

 

2. Challenges Faced by New Employees 

 

 The biggest challenge was understanding job roles and responsibilities. 

 Communication barriers with team members were a key obstacle (48.1% of respondents). 

 Many employees lacked clarity about their roles, emphasizing the need for better job descriptions and 

guidance. 

 HR guidance was identified as a crucial support system. 

 

3. Impact of Challenges 

 

 39% of respondents said challenges had no impact on performance.54% reported a moderate effect on 

mental health due to workplace challenges. 

 Work-life balance was impacted for 40.4% of respondents. 

 42.3% of respondents considered quitting their jobs due to challenges, though briefly. 

 

4. Cultural Changes Faced 

 

 39% of employees noticed a moderate difference between previous and current workplace cultures. 

 The hierarchical structure was the most significant cultural difference (35%). 

 Team collaboration and communication styles were also major adaptation challenges. 

 

5. Effective Adaptation Strategies 

 

 52% of respondents found open communication with team members to be the most effective strategy. 

 19.2% suggested embracing organizational values and maintaining a flexible attitude. 

 Training sessions were identified as the most helpful resource (38.5%). 

 Self-learning through observation was the most used adaptation strategy (56%). 

 

VI. SUGGESTIONS: 
1. Enhance Onboarding Process 

 

 Clearly define roles and expectations to prevent confusion. 

 Introduce interactive training sessions to familiarize new employees with the culture. 

 

2. Implement Mentorship Programs 

 

 Assign senior employees as mentors to guide new hires through cultural and emotional challenges. 

 Regular one-on-one mentoring sessions to help employees adjust more quickly. 

 

3. Improve Communication and Feedback Mechanisms 

 

 Establish open communication channels to foster collaboration. 

 Conduct frequent feedback sessions to assess employee well-being and integration. 

 

4. Develop Stress Management and Work-Life Balance Programs 

 

 Offer wellness initiatives and flexible work schedules to reduce stress. 

 Introduce workshops on mental health and stress management for new employees. 

 

5. Encourage Peer Support Networks 

 

 Establish buddy systems where experienced employees help new hires navigate organizational culture. 

 Promote informal team-building activities to strengthen workplace relationships. 
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6. Provide Cultural Sensitivity Training 

 

 Conduct training on diversity and inclusion to help employees adapt to different workplace norms. 

 Encourage a culture of respect and inclusion to ease adaptation for employees from diverse backgrounds. 

 

7. Technology and Skill Development 

 

 Offer hands-on training for new tools and technologies to help employees adapt efficiently. 

 Encourage self-paced learning resources to support independent growth. 

 

VII. CONCLUSION: 
Cultural adaptation is a crucial factor in determining new employees' success within an organization. 

Challenges such as unclear workplace norms, communication barriers, role ambiguity, and difficulties in 

colleague integration significantly impact employee productivity, engagement, and retention. Organizations that 

invest in structured onboarding, mentorship programs, and leadership training can mitigate these challenges and 

create a more inclusive and supportive work environment. Clear communication of workplace expectations, 

regular feedback mechanisms, and diversity initiatives foster a sense of belonging and improve long-term job 

satisfaction. As workplace dynamics continue to evolve with globalization and remote work, digital onboarding 

tools and AI-driven support systems present new opportunities for seamless cultural integration. Future research 

should explore the long-term impact of digital adaptation strategies and industry-specific solutions to enhance 

employee retention and performance. By continuously refining cultural adaptation processes, organizations can 

build a resilient, high-performing workforce in an ever-changing work environment. 
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